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Thie NOICC/SOICC Network

The National Occupational Information Coordinating Committee (NOICC) promotes the
development and use of occupational, career, and labor market information. It is a federal
interagency committee, established by Congress in 1976. Its members represent ten

agencies within the U.S. Departments of Labor, Education, Commerce, Agriculture, and
Defense. :

NOICC has two basic missions. One is to improve communication and coordination
among developers and users of occupational and career information. The other is to help
states meet the occupational information needs of two major constituencies: 1) planners
and managers of vocational education and job training programs and 2) individuals
making career decisions.

NOICC works with a network of State Occupational Information Coordinating
Committees (SOICCs), also established by Congress in 1976. SOICC members represent
state vocational education boards, vocational rehabilitation agencies, employment security
agencies, job training coordinating councils, and economic development agencies. Many
also include representatives from higher education and other state agencies. The Network
supports a variety of occupational information programs and systems. Some provide data
to help in planning vocational =ducation and job training programs. Others offer

information for individuals who are exploring occupatior 3l options and making career
decisions.

U.S. Department of Education
Office of Vocational and Adult Education

The Office of Vocational and Adult Education (OVAE) provides leadership in improving
educational programs that promote work force preparation and lifelong learning. To
support program improvement, OVAE promotes the development of standards and
measures, and redirects the utilization of resources to technical assistance, information
dissemination, and evaluation.

OVAE works with all States and Territories in order for the United States to meet the
national education goals, to compete effectively now and in the 21st centurv, and to
advance the economic well-being of our communities. OVAE pursues the integration of
the Carl D. Perkins Vocational and Applied Technology Education Act and the Adult
Education Act with the strategies and goals of AMERICA 2000. One avenue is by
increasing quality, accountability, and accessibility of services. Ancther is by increasing
coordination of policies and programs among public and private providers ot work force
education, training, and lifelong learning,.
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Preface

I'am happy to introduce this final report of the Career Development Leadership Institute
sponsored by the Office of Vocational and Adult Education and the National
Occupational Information Coordinating Committee in San Antonio, Texas, in January
1992. The Institute brought together leaders from career development, counselor
education, occupational information, and vocational-technical education to discuss ways
to strengthen career development leadership and programs.

This report highlights some of the ways career counseling contributes to preparing a
workforce that can compete with the best in the world. Strengthened career guidance and
counseling programs must be an integral part of the education system. This report brings
to the fore a number of successful strategies for strengthening career development
programs. The report also spotlights the challenges and opportunities for career guidance
to respond to changing economic and technological conditions through tech prep, skill
clinics, and international activities.

Successful career guidance programs show students and adults the variety and range of
opportunities available to them; these programs build on strong leadership and
management; and they emphasize results. Making education programs more accountable
should be an integral part of all efforts to improve our schools and programs.

I hope individuals who are concerned with counseling, education, and training will find
this report interesting and informative as they continue their efforts to improve the
quality of education for all our citizens.

Betsy Brand

Assistant Secretary for Vocational
and Adult Education

U.S. Department of Education

June 1992
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From Promising Experiment
to Widespread Practice

Juliette N. Lester and Winifred I. Warnat

[America is] in the midst of an intense national debate about education and training,
their purposes, and the progress to date. Each of these efforts has a different focus,
and all of them recognize that schools do more than prepare young people for work.
But these efforts are all of a piece — elements in a broad nationwide effort to link
education to the real world. All seek a particular kind of learner, one who can put
knowledge and skills into practice as a productive worker, a responsible citizen, and
a more complete human being.'

Comprehensive, well-integrated lifelong learning.opportunities must be created for
a world in which three of four new jobs will require more than a high school
education; workers with only high school diplomas may face the prospect of declining
incomes; and most workers will change their jobs ten or eleven times over their
lifetime.?

" The Secretary’s Commission on Achieving Necessary Skills, U.S. Department of Labor.
(1992). Learning a Living: A Blueprint for High Performance. Letter of Transmittal from William
E. Brock. Washington, DC: U.S. Department of Labor.

2 America 2000: An Education Strategy. Sourcebook. (1991). Washington, DC: U.S. Department
of Education. p. 69.
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A Nationwide Effort
Linking Educatien to the Real World

Career development is a lifelong process through which we learn about ourselves
in relation to the world of work. It helps individuals become lifelong learners, who
seek and use information to make wise and timely decisions about their lives.
America 2000: An Education Strategy points out that “Education is not just about
making a living; it is also about making a life.” Career development helps people
learn how to “make a life” by learning first about themselves — their values,
interests, talents, and skills. It helps them explore educational and occupational
opportunities, find out about t}.. realities of the workplace, and learn what they will
need to succeed in it. It gives them skills to make sound decisions about each step
in their career development.

In 1986, NOICC, in cooperation wiin the Office of Vocational and Adult Education,
launched the National Career Development Guidelines initiative. Its purpose was to
strengthen and improve comprehensive, competency-based career counseling,
guidance, and education programs. The Guidelines provide a program improvement
process that can help states, schools, colleges and universities, human services
agencies, and community orgarizations. Today, in more than 40 states, the
Guidelines are being used to strengthen the area of career development within
comprehensive counseling programs.

The National Career Development Guidelines were developed in collaboration with
the professional career counseling and education community, local program
administrators, counselor educators, and state guidance supervisors. The Guidelines
reflect professional consensus in three main areas:

* Student and adult competencies and indicators for individual growth in self-
knowledge, educational and occupational exploration, and career planning.

* Organizational capabilities to support competency-based career development
programs, including administrative commitments, facilities, materials, and
equipment.

* Personnel requirements that counselors and other staff must have to deliver an
effective career development program.

In the following report, several prominent educators and counselors discuss the
importance of career development for all our citizens. They present successful
strategies for using the Guidelines at the state and local level to improve programs
and make them available to diverse groups, at all ages and stages of their lives. This
summary looks at some of the common threads that emerge from the varied
perspectives of our contributing authors. As they reflect on their experience in
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launching pilot efforts in this national initiative, they offer thoughtful and practical
advice on what is needed to move from promising experiment to widespread
practice.

Successful Strategies for
Strengthening Career Development

Create commitment by meeting local needs. In chapter 1 of this report, Cal Crow
underscores the importance of linking education to the real world. He suggests that
“every American must acquire an understanding of our changing workplace and
develop the career management skills required to function successfully in it.” Dr.
Crow believes that effective local career development programs are essertial in
making this happen and concludes that, without such programs, “we will continue
to see millions of Americans literally become tourists in their own economy — people
who no longer understand the language or culture of the workplace, and who will
be unable either to anticipate or to respond to the changes surrounding them.”

Dr. Crow believes that career development programs can “help people gain a sense
of power and know-how so they don't feel victimized by events. They can help
teachers teach differently, . . . counselors counsel differently, and learners learn
differently.” They help people understand the importance of lifelong learning. In
essence, he writes, “Career development programs are really about changing the way
people think and behave and about changing systems, both of which are difficult.”
To bring about change, you must first “get at the hearts and minds of the people”
at the local level by showing them how the change will meet needs that are
important to them. Unless they feel a sense of ownership in the change, they won't
be committed to it.

State leadership is crucial — but not in isolation. Like Dr. Crow, Belinda McCharen
underscores the need to engage the hearts and minds of the people in the education
community as a first step in strengthening career development for school children.
The challenge for state leaders, she notes, is to help overburdened counselors ang
guidance personnel “see beyond the daily ‘doing.”” Before they will commit to using
the Guidelines to improve their programs, they must be convinced that doing so will
be beneficial. Once they share that vision, their efforts must be supported with
materials, in-service training, and encouragement. Providing service, not just money,
makes sense because “all too often, when the money is gone, so goes the project.”

Ms. McCharen be:lieves state leaders must offer “the major spark in creating interest
in career development.” In chapter 2, she discusses their role in implementing the
Guidelines in elementary and secondary education and shares some of the strategies
that worked successfully in Oklahoma. She reminds us of the benefits of linking
career development with other education programs and resources. Cooperation




among state agencies is vital because “one does not exert leadership by working in
isolation.” Participation by a broad segment of school, community, and business
representatives is equally ‘mportant.

Build the Guidelines into educational reform and state standards. Cooperation and
coordination are key ingredients in California’s successful efforts to integrate career
development in postsecondary education. as Patricia Stanley points out in chapter 3.
She sees the Guidelines as “an important resource for educational reform and
comprehensive state planning efforts” and describes five strategies for implementing
the Guidelines at the state level. Drawing on California’s successful experience, she
illustrates how the Guidelines can be integrated into strategic planning, legislative
reform, accreditation and state standards, and =ducational program articuiation,
including tech prep.

Dr. Stanley stresses the importance of building public and professional
understanding of the National Career Development Guidelines through ongoing
information and outreach activities. New styles of participatory leadership or shared
governance in postsecondary education require access to information for all
participants in the decison making process. Thus educators must be made aware of
the quality, scope, and potential impact of the Guidelines to ensure their use at the
postsecondary level.

Reach counselors in training. Both Ms. McCharen and Dr. Stanley emphasize the
importance of incorporating the Guidelines into counselor education programs. In
chapter 4, Howard Splete outlines the benefits of doing so for counselor educators
and their students. The Guidelines provide a common model and vocabulary for
discussing career development and clarify its relationship to all phases of counseling.
They offer counselor educators a resource and a structure for preparing their
students to be both effective career counselors and program managers.

Dr. Splete gives practical examples of how the counseling competencies in the
Guidelines can be built into existing counselor education courses. He discusses their
potential use in a variety of pre-service programs, including specialty courses and
summer workshops, as well as a single common core course. Dr. Splete also notes
the importance of in-service programs because “training of counselors doesn’t begin
and end with a master’s degree.” It requires continual upgrading and sharpening
of skills through in-service training and professional development opportunities.

Use distance learning technology for in-service education. Counselors in Canada
have been asking for professional in-service training through continuing education.
A compulsory, curriculum-based career development program has been putin place,
but with very little training provided to those required to teach the course. Policies
guaranteeing employment counseling for all employment service clients also have
prompted a massive effort to train competent career counselors. In chapter 5, D.
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Stuart Conger describes the innovative approaches to counselor training launched
by the Canada Employment and Immigration Commission.

Using public television, videoconferences, and other distance education technology,
the Canadian Guidance and Counselling Foundation hopes to train up to 20,000
counselors per year and to foster a career development culture among citizens in the
process. Mr. Conger discusses issues that have prompted support for this effort and
the expected results: more effective career counseling for clients; better qualified and
more confident counselors; a labor force that is more self-directed, more competitive,
and more productive; and a sounder social structure and economic base for the
country.

- Look for new challenges and opportunities, like tech prep. Many of our authors
stress the importance of linking career development to appropriate trends and
innovations in education. Dr. Stanley, for example, describes how the Guidelines can
be used in educational program articulation and other reforms. As she points cut,
one of the most prominent efforts currently is tech prep. An alternative to the college

prep course of study, tech prep prepares students for highly skilled technical careers
as well as higher education.

In chapter 6, Winifred Warnat describes this innovation in education reform and the
vital role counselors have in making it work. Her focus is on the Carl D. Perkins
Vocational and Applied Technology Education Act Amendments of 1990 and the
challenges career counselors face in implementing quality tech prep programs, a
cornerstone of the Act. Dr. Warnat stresses both the responsibility and the
opporturity that tech prep offers all counselors involved with career guidance. Most
importantly, she notes, tech prep education provides our youth a new pathway for
moving successfully through school and beyond, into a life of work and learning.

Reforms Must Have Strong Roots

In recent decades, many innovative educational programs have flourished and then
disappeared. The challenge for those of us who are engaged in improving education
and training is to make sure our efforts take root and spread. With this in mind,
NOICC and OVAE jointly sponsored a Career Development Leadership Institute, held
as a pre-session of the National Career Development Association’s national
conference in San Antonio, Texas, in January 1992. The purpose of the Institute was
to strengthen state, local, and professional development leadership. It afforded state
and local leaders in career development and counseling an opportunity to share
information on the many creative and effective initiatives going on in the field today.

Early drafts of the papers included in this report were among those presented at the
Institute.




In preparation for the Institute, NOICC asked the Directors of State Occupational
Information Coordinating Committees (SOICCs) to describe current activities related
to improving career guidance programs. Tt 2 state profiles presented in Appendix A
of this report include information on the approaches states are using, types of local
sites, funding sources, dissemination activitics, benefits, and products. The profiles
are intended as a source of ideas and information to stimulate and support further
state and local efforts.

Status of the Guidelines Initiative. In chapter 7 of this document, Juliet Miller
summarizes the information received from 49 states and presents a status report on
the Guidelines initiative. She indicates that the past few years “have been a period
of major refocusing of career guidance programs to ensure accountability of student
outcomes, programmatic focus, and career development assistance to all students.
The states have reported a wide range of exciting activities.” They are using a
variety of state-level guidelines for student competencies and guidance models. They
are addressing the needs of all program levels and settings, serving diverse
populations. Dr. Miller also describes the types of products developed and
dissemination and training activities undertaken in the states.

Toward Widespread Practice

Forums like the Institute and this publication are a means of heightening awareness
and spreading the word about what works in introducing educational innovations
and improvements. They are steps in putting experiments into widespread practice.
However, other steps are needed if we are to succeed in establishing comprehensive
career development programs nationwide, for all groups and all ages of Americans,
from kindergarten through adulthood.

Whether significant and widespread improvement is possible will depend on how
well we adjust within the political and financial realities in which we must operate.
We cannot focus simply on innovation, without concern for sustaining new strategies
and encouraging the conditions needed to translate them into everyday practice. The
authors of the following papers offer useful insights and ideas to help in this
endeavor. Among the common ideas ‘hat emerge are seven basic steps for putting
the National Career Development Guidelines program improvement process into
practice:

* Show how the Guidelines process can meet local needs. Give people a sense of
ownership and shared responsibility; their commitment to the process is critical.

* Build broad-based support by inviting the active participation of school,
community, and business people and keeping them well informed.
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¢ Increase public and professional understanding of the Guidelines through
ongoing information and outreach activities.

¢ Integrate the Guidelines into existing programs and structures; cooperate and
coordinate implementation efforts with state agencies and other organizations.

* Provide assistance, resources, training, and encouragement for staff implementing
the process.

¢ Integrate the Guidelines into ongoing or future legislation, policy, and plans at
the local, state, and federal level.

¢ Link the Guidelines with appropriate new trends and innovations in education
and training.

Among the goals set by the nation’s governors for America in the year 2000 is that
every adult American will have the knowledge and skills to compete in a global
economy. As our authors suggest, career development can help our citizens
understand the “language and culture of the workplace” and become “more self-
directed, more competitive, and more productive.” It can contribute to empowering
our work force and opening up options for our young people. If this is to happen,
we must “see beyond the daily ‘doing’™” and put successful pilot programs into
widespread practice.

1o
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Local Leadership in Implementing
Comprehensive Career Development Programs

Cal Crow

This paper is based on two assumptions: 1) every American must acquire an
understanding of our changing workplace and develop the career management skills
required to function successfully in it and 2) for this to occur, there must be effective,
local career development programs in every part of the country. Without these local
programs we will continue to see millions of Americans literally become tourists in
their own economy — people who no longer understand the language or culture of
the workplace and who will be unable either to anticipate or to respond to the
changes surrounding them.

The paper is intended to inform, to challenge, and to broaden the discussion about
local career development programs. I hope it succeeds on all three counts.

Things To Consider When Starting a Program

Former House Speaker Thomas P. (Tip) O’Neill once commented that “All politics
is local.” I want to state up front that effective career development programs are
both local and political. They are local because their ultimate success depends on the
belief, commitment, and dedication of local practitioners. They are political because
they require philosophical changes, power shifts, turf-sharing, and new ways of
allocating resources. Career development programs are really about changing the

Cal Crow is the Washington State Facilitator for the National Career Development
Guidelines.
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way people think and behave and about changing systems, both of which are
difficult. I was reminded of this several months ago when I met the Consul General
from what was then the Soviet Union. While describing the turmoil in his country,
he commented on the difficulty of being in the midst of a peaceful revolution,
because “you 1~ ust get at the hearts and minds of the people, and that is not easy.”

Implementing a career development program is very much like starting a peaceful
revolution. It creates dissonance, causes resistance, and generates a desire in many
to return to the past, when we didn’t have to worry about such things. As peaceful
revolutionaries, career development advocaies must have a clear mission, be
committed to it, and be willing to share it with as many people as possible. They
must understand both the change process and the local political arenas in which
major decisions are made. These attributes will increase the chances of career
development’s becoming an integral part of “the way we do things here.” Without
them, career development is likely to be viewed as something nice to do, but not
essential to the organization’s mission.

Many of us who were involved with career education in the 1970s and 1980s saw
excellent programs develcped and supported. They flourished because of national
publicity, special funding, and/or charismatic advocates. In spite of their general
high quality and popularity, many of these programs disappeared because few
people at the local level were willing to go tu the political mat to save them. They
were not part of the fiber of the organization-at-large, nor did decision makers see
them as responding directly to changing needs and priorities in their own
organizations. Although many people liked them, no one really needed them. Hence,
few local leaders felt any sense of ownership for them when it came time to reorder
priorities and trim budgets. Consider the messages in the following real-life stories:

Some time ago I observed a man telling one of my colleagues about a new
computerized information system he had helped design. He was excited! My
colleague agreed that the system was wondecrful, then asked, “What need is it
meeting?” The man responded by describing all the innovative features of the
system, what people could do with it, and how others around the country were
using it. My colleague responded with a statement and two questions. “I have no
desire to do the kinds of things you just described. What need is it meeting for me?
Why would I want to subscribe to it?” The message in this brief exchange was clear.
One may have a good program, based on sound research, which has been used
successfully elsewhere and is supported by a well-respected professional. However,
none of this guarantees local acceptance. I have found that people are rarely excited

by someone else’s program, unless they see it meeting a need they have already
expressed.

A second example occurred when a consultant I had just met began describing a
business executive’s dissatisfaction with his firm'’s tra:ning efforts. The company had

1%
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brought in highly qualified, articulate, and well-paid consultants; had purchased
attractive, state-of-the-art materials; and had allocated time for employees to attend
training. They had done it all, and at considerable cost, yet there was no noticeable
effect on the culture of the organization, on quality or productivity, or on the
behavior of any individual in the company. The consultant described this as the
result of using training programs that have no “soul” or “spirit.” They are brought
in to “do something,” although the participants don’t always know what it is. The
programs are well designed, contain excellent information, and are professionaliy
delivered. However, they are not developed for either a specific organizational or
political culture or in response to needs expressed by participants. People enjoy
taking part in these programs, and frequently give them excellent evaluations, but
their “hearts and minds” are rarely touched by them. In the long run, it really makes
little difference to them whether the programs remain or are discontinued.

A third illustration came in a discussion I had with a high school educator about
their school’s new program to build self-esteem. Apparently the program was
working well, and many faculty members were enthusiastic supporters. I knew from
previous conversations that teachers and administrators were concerned about the
large number of ninth graders who weren’t making it. I asked how the freshmen
were being affected by the new self-esteem program and was told that they were
still a concern because a large number of them had failed at least one subject during
the first quarter. It appeared that no one saw any incongruity between adopting a

_new program promoting self-esteem while maintaining an old grading policy that
failed dozens of students. There was no attempt to align the existing system with the
new program. Many people saw the need for the self-esteem program, and even
embraced it, but the changes in thinking and behavior required to make it successful
had not permeated the existing political structure. They were merely trying to add
a new program onto what they already had.

When implementing a local career development program then, several important
questions emerge: How can we ensure that this program truly reflects local needs?
What can we do from the very beginning to engage “the hearts and minds of the
people”? How can we develop a program that will have a positive effect on other
parts of the organization? How can we enlist the support and commitment of
decision makers who operate in important political arenas?

Generate, Not Just Identify, Common Needs

I believe a good first step is to generate — not just identify — an array of common
needs that everyone can own and accept. This can be done by presenting
information and asking questions that produce just enough dissonance to create a
sense of urgency. Following are examples that can help people understand and buy
into the need for a career development program. You may taink of others.
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Workplace Basics: The Ckills Employers Want (1988) identified several skills |
necessary for workplace success. They include learning to learn, personal and
career development, creative thinking, problem solving, teamwork skills, and
leadership. Would you agree that these are important skills? Where are the
people in your organization or program acquiring them? What would it take to
ensure that everyone acquired them? Who should be involved in making this
happen?

We read regularly that increasing numbers of Americans are becoming
dysfunctional in their own economy. Because they don’t understand how the
world works, they are unable to make it work for them. The report titled
America’s Choice: high skills or low wages! (1990) indicates that up to 70 percent of
Americans “will see their dreams slip away” unless we make fundamental
changes in our approach to work and education. The Oregon legislature has
already responded to this report by proposing major changes in their state
educational system. How are the people in ycur organization responding to this
information? What is being done to change the way people think about work and
2ducation? What steps are being taken to ensure that no one in your community
becomes part of the 70 percent who will be in economic trouble? What kind of
help would you need to address this?

The [U.S. Department of Labor] Secretary’s Commission on Achieving Necessary
Skills recently expressed its concern about the lack of workplace “know-how”
among youth. In What Work Requires of Schools: A SCANS Report for America 2000
(1991), the Commission includes “A Letter to Parents, Employers, and Educators”
stating: "More than half of our young people leave school without the knowledge
or foundation required to find and hold a good job. Unless all of us work to turn
this situation around, these young people, and those who employ them, will pay
a very high price. Low skills lead to low wages and low profits. Many of these
vouth will never be able to earn a decent living.” What is being done in your
organization to “turn this situation around”? Where are the youth in your
community developing the knowledge and foundation required for successful
employment? What about the adults? What would it take to assure that everyone
did acquire them? Who should assume leadership for this?

The National Career Development Guidelines were designed to help people
acquire the career management skills necessary for lifelong career success. What
role do the Guidelines play in your organization? How are people learning about
and developing the competencies described in the Guidelines? If they are not
developing these competencies, what would it take to make this occur? Who
should make this happen? How would your organization or community be

different if everyone mastered the competencies from t%elines?

[Ty
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Similar information about our changing economy and workplace is available
regularly from a variety of sources. Local data and examples are especially helpful.
(Are people aware that local emp’oyers might need to interview 15-20 individuals
te find one acceptable candidate? Or that the average young family can no longer
afford to buy a home in your community because their skill level doesn’t command
a decent wage?) In the beginning stages of a career development program, as many
people as possible must be provided with this information and given an opportunity
both to ask and to respond to a series of questions: What does this mean for us?
How does this new information fit with how we currently operate? How might we
use this information to help students, clients, employers, employees, and others in
our community? Who else should have access to this information?

When a critical mass of individuals begins to address these questions and agrees that
change must occur, the “peaceful revolution” is underway. The “hearts and minds
of the people” are engaged. As momentum builds, increasing numbers will agree
that some type of career development program is needed. The key is to ensure that
politically savvy decision makers are among them.

Potential Barriers

Even though people may see the need for a comprehensive career development
program, old ways of thinking will make implementation difficult. Two examples
are included here, both of which caa be overcome by a good career development
program. The first is the difficulty many of us have fully understanding what is
meant by career development. It is frequently viewed as a program of activities or a
series of experiences, rather than as a lifelong process of understandine nurturing,
and managing one’s relationship with the workplace. To a high schoui teacher or
administrator, career development often means vocational education. Elementary
school teachers may see it as something important that should be dealt with “later.”
To a school counselor, it might mean a caree: day or a series of activities in the
career center. For employment and training counselors, career development
translates easily into employability skills or job placement. Career development
specialists in business and industry may point to career paths within the company
or describe job posting practices. And n1 nerous people view it as a nice program
that high schools have for noncollege-bound students. With so many narrow
constructs at work among the stakeholders, a major function of a career development
program is to broaden perceptions and help people acquire a developmental
perspective. This is a difficult concept for many Americans, espccially when
addressing issues of adulthood.

Some of you may remember using developmenta! psychology textbooks that ended
with a chapter on reaching adulthood, assumed to be in the early twenties. 7 he
implication here was that nothing very important occurred after that.

(‘ )
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We have all heard American business criticized for holding on to the old ways and
for focusing on end-of-the quarter reports to stockholders rather than adopting a
developmental, long range perspective. According to a Portland businessman, we are
afflicted with “end-point thinking,” viewing life as a series of individual ends to be
attained, rather than as a long term process of growth, development, and change. We
talk about completing our education, of having math, of taking history, of finding a job,
of closing a deal, of getting throur't the semester, and of arriving or making it. We may
even talk about doing career development or of putting a career development
program in place, endowing it with a sense of permanency that immediately
mitigates against growth and change.

I have seen this lack of a developmental perspective numerous times when working
with public offenders, almost none of whom understood the concept of managing
a career. They could talk about the jobs they had found — and lost, the places they
had worked, the difficulties they had encountered, and the unemployment they had
drawn. Life was viewed as a disjcinted array of tasks, activities, episodes, and
misfortunes unconnected to each other or to any kind of a meaningful whole. They
viewed their lives as happening “to them.” The idea of gathering information, setting
goals, learning to manage your life, and positioning yourself for a lifetime of
compatible work was totally foreign to most of them.

I will always remember a sesuion *vhere we were discussing some of these things
and a young inmate asked, “Why diq ! have to come to jail to learn this?” It's a
good question. If he were a member of your community, how would you answer
him? (Is it possible that an effective career development program could have
eliminated the need for his question, or even the jail time itself?)

To understand why the concept of career development is difficult, we need only to
consider a question commonly asked of young people in the United States even
today: “What do you want to be when you grow up?” Examining the question in
detail can explain many of our current perceptions about career development. “What
do you want to be?” produces a single answer — an occupational title. It implies that
you will “become your occupation.” The question neither seeks multiple answers,
nor encourages change and development over the lifespan. “When you grow up”
implies that you are nothing now, but will be “something” some day. Because
nothing is said about “getting there,” growing up is often viewed as a
one-point-in-time event that occurs as if by magic. (Is it surprising that many
elementary school educators believe their students are “too young” for career
development activities?) A final inference from the question is that we are operating
in a stable, unchanging workplace. Tell us now what you want “to be” and we can
guarantee that it will still be around when you “grow up.”
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Shapes and Ladders

This paradigm is illustrated in Figure 1. The rectangular box represents the
workplace. Notice how neat and well defined it is. The geometric shapes on the left
represent occupations. The process goes something like this. Question: “What do you
want to be when you grow up?” Answer: “A triangle.” Response: “Well, if you want
to be a triangle, then you need to take triangle classes and go to triangle school. You
need to surround yourself with people who are also studying to be triangles, or who
at least have something in common with triangles. You must ‘shape yourself’ so
there is no doubt that you are a triangle. When you have ‘completed your education’
you will receive a certificate attesting to your success in ‘triangling.” And when
anyone asks, ‘What do you do?” you will have a ready answer. 'l am a triangle!””

Figrare 1

O

A major problem with this model is that thousands of people who believed in it and
prepared for it have been told that the workplace no longer needs nor wants
triangles. Our response is predictable, but not at all developmental. “What are these
people going to do? It’s all they know!” What kind of world view would cause us
to say of anyone, “That’s all they know”? How does it jibe with our belief that we
all are in a state of continual growth, development, and learning? What can we do
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from now on to ensure that we never say that about another person in our
community and that people will never again say it about themselves?

The linear, single-answer, “what do you wart to be?” approach reflected a simpler,
more predictable, and much less ambiguous world than the one we live in today. It
no longer serves us well. (I have had people protest that it never did!) I believe very
strongly that local career development programs must be designed to help people
break out of this way of thinking, or their overall impact will be minimal.

The career ladder was another element of this linear model. The idea was simple.
One started at the bottom in an entry level position. By doing good work, knowing
the right people, and understanding internal labor markets, a person could move
toward the top. Those who understood career ladders often could predict where they
would be five, ten, even twenty years into the future. Again the model focused on
individuals’ “shaping themselves” to move within a system, but had little to do
with individual growth and development. We all know of people who started at the
bottom, did all the right things, and discovered that their ladder was going nowhere.
Rungs were cut out or inserted in new places, and in some cases the ladder literally
disappeared. Think about how these individuals describe their situations. Virtually
every career counselor has heard the words. “I'm stuck.” “I feel like I'm on a one
way street to nowhere.” “I've peaked.” “I've plateaued.” “I've hit a brick wall, a
dead end, a blind alley.” “I have nowhere to go.”

People who make these comme=ts are not looking at a world where change and
flexibility are the order of the day. They are still looking for another shape “to
become,” an outlook that makes little sense in a workplace where the average length
of stay on a job is expected to be three to four years. They are people who bought
into a linear model of the workplace many years ago and are still trying to function
in it. Although it is not working for them, they don’t know what else to do. Local
career development programs must address this “ladder syndrome” by helping
people find new ways of setting long-term career goals.

Abstaining from Training

This lack of a developmental perspective has made it difficult for us to embrace a
concept of lifelong learning, which we all know is an important part of good career
development programs. “Just tell me what I need to know to do the job —or to get
a passing grade” is still a common remark. Statements such as “If it ain‘t broke,
don’t fix it,” and “That's the way we do it here,” and “I know all I need to know to
do this job” discourage growth, development, and change. The results of this type
of thinking are troubling. An examination of employee education programs
sponsored by business, labor, and other enterprises around the country shows only
a small percentage of eligible workers taking advantage of them, unless considerable

23
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time and money are expended on recruiting and counseling. Similarly, reports
describing the job-finding difficulties encountered by recently and soon-to-be
discharged military personnel indicate that most of ther had not participated in
educational programs while in the service.

Left to their own devices, few Americans seek additional education. Many simply
do not value it. This was illustrated clearly when a well-known consultant became
involved in an in-flight conversation with two young Northwest timber workers.
They knew that economic and environmental issues affecting the timber industry
would require them to change occupations, but they didn’t know where to start. The
consultant asked if they had considered community college for exploration and/or
retrairing. They quickly replied that “college is for nerds.” I have shared this story
with many friends and colleagues who told me they weren’t surprised and
emphasized that this type of response is not limited to the wood products industry.
How likely is it that you would get a similar response in your commurity? (I
wonder if the young timber workers would have responded differently had they
participated in a comprehensive career development program.)

I haved worked with numerous dislocated workers who said they were too old to
go back to school, or who did not do well in school 25 years ago and assumed they
couldn’t do well today. “End point thinking” prevents these individuals from using
a growth-producing, developmental perspective to help themselves. Effective adult
career development programs can make a world of difference in the lives of these
individuals. Unfortunately, few communities have such programs.

Most of us have . difficult time talking about plain old garden variety learning, let
alone the lifelong type. (When was the last time you had a conversation about
learning?) The few discussions that do begin with a focus on learning almost
invariably turn into discussions about learning institutions, i.e. schools, colleges,
training programs. This should not be surprising when we consider how much time
in education and training programs is spent talking about courses taken, credits
earned, hours spent, requirements completed, and grades received. Each of these is
of interest to the institution, but none is related directly to learning. We frequently
ask students what they are taking or how they are doing. We rarely ask what they
are learning or how they might be able to apply it in the future. Comprehensive
career development programs can effectively send the message that lifelong learning
must be a local priority. Well-designed programs can also model many of the
behaviors required for survival in a learning-oriented society.
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Missing Connections

The second barrier is our inability to see how things are connected or related.
Because many of us work in systems that require labeling, sorting, separating,
dividing, and compartmentalizing, we have a much easier time seeing boundaries
and differences than we do relationships and connections. We easily get into
discussions about academic and vocational courses or about students to whom we
have attached the same labels. We talk readily about college-bound and noncollege-
bound students. (With the average age of college students approaching 30 on many
campuses, do we really know who the college-bound students are by age 16?) We
develop programs for general students, for special education students, and for gifted
students. We divide ourselves into grades and levels, and into departments, offices,
divisions, and disciplines. We do not see the relationship between economic
development and career development. We have a difficult time making the
connection between self-esteem in school and risk-taking out of school, and we don't
understand how reading the business pages of our newspapers might affect the way
we teach, or train, or counsel.

Consider the following, all of which I or a colleague have experienced: curriculum
directors, academic deans, and other educators who see no connection between their
work and career development programs for students; the staff development
specialist who told me their school district didn’t have time to think about career
development because t had selected excellence as its focus for the year; the
spokesperson for a Council on Economic Education who told me their organization
had no need for information about career development a%id no interest in seeing
how the two enterprises might work together; the school superintendent who stated
emphatically that their district has no need for a career development program
because most of the students go to college; the elementary school counselors who
walked out of a presentation about the changing workplace because they could tell
by the opening sentence that it had nothing to do with elementary school students;
the high school counselors who informed a district administrator that career
guidance was not part of their job; the employment and training specialists who said
that career development programs got in the way of helping people find jobs; the
school board member who cringed at the term “workplace preparation,” because she
thought it meant turning the schools into a training ground for corporate America.
And hundreds of thousands of students throughout the country attend scivol daily

seeing no connectior: between what they are studying and anything else in their
lives.

An elementary principal addressed this eloquently when she described students’
“putting on their school faces” before entering the building each morning, then
removing them at day’s end. After watching this ritual day after day, she said she
wo' dered if students ever saw any connection between their school experiences and
their lives outside of school; and she also wondered if educators knew how to help
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them make the connection. She wondered aloud what would happen if every school
adopted a two-part philosophy: 1) that students be able to apply what they are
learning in some way outside of the classroom and 2) if they can’t, the topic must
either be taught differently or not at all. (What would be the implications for career
development if this philosophy were adopted in the schools in your community?)

How Tan a Career Development Program Help?

Good career development programs are versatile. They can be good information
sources, can serve as catalysts for change, and can provide unifying themes for
organizations. They help people gain a sense of power and know-how so they don't
feel victimized by events surrounding them. They can help teachers teach differently,
trainers train differently, counselors counsel differently, and learners learn
differently. They help all of us think differently about who we are and about our
chances for success in the workplace. Career development programs are equally at
home in schools, training programs, community agencies, businesses, corrections
institutions, or any other place where people want to plan successful futures. A good

career development program can truly “get at the hearts and minds of the people,”
almost any place.

My discussions with people who know about such things tell me that bonding and
relevance are two of the most significant factors in determining whether individuals
will stay in or drop out of education and training programs. Students who develop
bonds either with each other, with faculty, or with the institution itself, and who see
a reason for being in school, are much less likely to drop out before completing their
programs. Psychotherapists tell us that feelings of alienation and a lack of meaning
are two serious problems in contemporary American society. What could be more
important than a career development program that helps people become connected
with the economy and workplace and teaches them how to find meaning in their
lives? Can you think of a more effective bonding agent for any community?

Career development programs can encourage new perspectives by helping people
rethink the box, ladder, and geometric shapes mentioned earlier. Figure 2 shows a
much different model of the workplace. The idea came from David Meier (1985) who
suggests that we move from linear to geodesic thinking when we teach and train.
His idea applies to career development as well. The sphere is surrounded by a
changing, amoeba-like figure rather than a predictable box. Although it contains
many of the same geometric figures found in the box, they are interconnecte rather
than separate. We no longer talk about “shaping ourselves” to fit into the workplace,
but rather about being able to “move through” it. In this model, the ladder metaphor
gives way to the lattice or the web. There are no brick walls or dead ends or blind
alleys, only new directions. “What do you want to be?” has changed to “How do
you want to prepare yourself to enter this sphere and stay on it for the rest of your
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life, no matter which way it turns?” A career development program organized
around a flexible, multi-directional model such as this one can have a major impact
on the way people think, behave, and view their options. (What is likely to happen
if people don’t have access to such a program?)

Figure 2

Career development programs can help people see connections they may not have
seen before, while simultaneously addressing and supporting their existing priorities.
Following are questions and answers demonstrating some of these connections;

* Are you part of a school district involved in restructuring efforts? A career

development program can help frame many of the questions you will need to
address.

* Is your emphasis on effective schools? Effective career development programs
reflcct many of the attributes of an effective school.

* Are you responding to federal legislation by setting up tech prep programs or
trying to integrate academic and vocational course work? A good career
development program promotes articulation, collaboration, and integration.

2
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¢ Is outcome-based education one of your priorities? Good career development
programs are outcome- or competency-based. In fact, the National Career
Development Guidelines could support your efforts beautifully.

* You say your interest is economic development? Remember that the economic
development of a community depends on the career development of the people
who live there.

¢ Did I hear you say that your school is into cooperative learning? Would you like
information about how the group skills you are teaching in class can be applied
to the workplace?

* You're concerned about the dropout rate? Were you aware that students who
fully understand how their education is related to future success are much more
likely to stay in school?

® Is literacy an issue? Did you know that presenting literacy skills in a
career-oriented, workplace context can be much more effective than traditional
literacy programs?

* You've been asked to address learning styles in your organization? There are
numerous connections between learning, training, quality, and productivity in
the workplace.

*  You have unmotivated students who don’t want to learn? Get them involved in
visualizing their own success, and notice the difference.

* You're working with abused clients who have low self-esteem? Have them
participate in career development activities where they can take charge of their
lives. The results might amaze you.

School administrators have told me that, once they understood the scope of career
development, they could see it affecting their entire restructuring and curriculum
revision efforts. Some teachers have indicated that they will never teach the same
way again now that they realize the importance of career development. Others have
talked about “reading the news differently” and incorporating this inforiaation into
lesson plans. Adult basic education teachers in some states are developing curricula
to teach the skills from Workplace Basics.

What Can Be Done Locally?

* Raise awareness by engaging people in discussions about workplace preparation
and success. Talk about the local, state, regional, and global economic situation.

N
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Share information from national reports, newspapers, conferences, and
workshops. Remember that most of the people in your organization don’t see the
reports or attend meetings where these topics are discussed. And without
information, they can’t support your program.

Make sure that career development becomes part of your organization’s mission
statement and strategic planning process.

Set up an advisory committee. Ask members both to provide input and to share
information with the community-at-large. Determine what must be done to
ensure that students or clients have the skills and information necessary to
function in a changing economy and workplace. Identify individuals at the local
level who can make this occur.

Use the National Career Development Guidelines to help frame discussions and
to illustrate the developmental perspective described earlier. A counselor from
an agency in our state commented that many of her clients were adults
chronologically, but were at the elementary level in terms of their career
development. She said that having access to competencies at all developmental
levels helped her understand career development much better; it also helped her
determine where to start with each individual client. Elementary teachers have
commented that having access to all the competencies enables them to plan
current activities with an understanding of what students can expect in the
future.

Use the Guidelines to give people a common language, regardless of organization
or developmental level. People can talk about “the competencies,” regardless of
level or organization, and others will know what they mean.

Make sure that career development is seen as an important part of local
economic and community development efforts. This will increase visibility,
provide access to important political entities, and help avoid the situation that
occurred when a small community learned that its major employer was closing.
People were devastated and talked of nothing else for days. When officials from
the Office of Community Development visited the local high school to see how
they were dealing with the issue, they discovered that it had never been
discussed. Yet seniors in that school were enrolled in a required course that
covered contemporary problems and economics! Imagine what the results might
have been if every teacher had agreed to spend class time addressing the impact
of the closure on the community. Students could have written poems, stories,
and essays; composed music; used the visual arts to show the effect on the
community; computed the overall financial impact on the community; discussed
the reasons for the closure and how they relate to quality, productivity, and a
global economy; discussed the potential impact on families, including their own;
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and :escribed steps they could take now to prepare for similar occurrences in
their own lives. I hope it is fair to assume that the plant closure would have been
addressed in numerous ways, had there been a comprehensive career
development program in place.

e Look for entrees within existing or emerging programs or activities. Some
examples: restructuring, special education IEPs (Individualized Education
Programs), outcome-based education, quality and productivity, site-based
management, self-directed work teams, literacy and adult basic education,
curriculum revision, learning, self-esteem, drug education, standardized testing,
critical thinking, dislocated worker programs, and JOBS' programs. Many
communities may be looking for assistance in implementing recommendations
from the SCANS or America 2000 reports. Career development provides an
excellent framework for both of them.

e Think creatively about obtaining funds that can be used for local career
development programs. Possible sources include Private Industry Councils,
corrections, dislocated workers, U.S. Department of Labor regional offices,
economic and community development, union/management education and
training agreements, substance abuse, programs for the homeless, state
employment service, programs for at-risk youth, new developments in learning,
staff development, and funds earmarked for model or exemplary programs. You
may think of others. The broader our perspective about career development, the
greater the opportunity for obtaining funds.

* Change position descriptions and interview processes to include career
development components. Make sure that all new hires in your organization
support career development and agree to participate in local programs. This will
not only increase your support system but also make clear to everyone that
career development is important in your organization.

* Look for creative ways of bringing career development concepts into issues you
face daily. Are you in a school where 60 percent of the students are latchkey
children? Build this into the curriculum! Have students think about all the skills
one must master to fu ction successfully as a latchkey child. Generate a
discussion about the effect of work on parents, guardians, and families. (The
National Career Development Guidelines cou! 1 be helpful here.)

* Ask students, clients, trainees, inmates, etc. to develop a portfolio of their most
excellent work. Make sure they understand how excellence is related to quality
and productivity in the workplace. Get them to talk about what they are most

' Job Opportunities and Basic Skill Training Program of the U.S. Department of Health and
Human Services, Family Support Administration.
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proud of in the portfolio, why some things are better than others, how this
reflects their interest and motivation levels, and how all of this relates to the
workplace.

* Think in terms of skills. Ask people to do a periodic analysis of their skills.
Imagine if every graduating senior were able to name 20 skills learned in school
and could describe how each of them might be useful in the workplace. What
would be the impact on the economic development of a community if every
potential worker could do this?

Where Do We Go Fror: Here?

We must learn to view comprehensive career development not as a discrete
program, but as a way of thinking and behaving. A good example is the third grade
teacher who told me that she once defined her mission as getting students ready for
the fourth grade. And that's what she did. She now describes it as preparing her
students to become successful 30-year-olds. Nearly everything she does in her
classroom is done with this picture in mind. She said it had totally changed the way
she views her students and the way she teaches them. If every teacher in her school
did the same thing, could we say they had a comprehensive career development
program? How much would it cost to do this?

We must help others see that even though implementing a career development
program does require some change in thinking and behavior, it doesn’t necessarily
require them to give up anything that is important to them. In fact it can enrich
what they are already trying to do.

Occasionally someone will insist that we do not need career development programs.
After all, we have gotten along well for years without them, and many of the
concerns expressed here are the result of unwise political decisions, changing family
structures, and economic realities beyond our control. That’s certainly one way to
look at it. However, I wonder what would happen if everyone developed an
understanding of what it means to compete as an individual in a global economy.
What would happen if we had education-to-work tre asition programs for all
students, eliminating forever the situation where students leave commencement
ceremonies, diplomas in hand, asking, “Now what do I do?” What would happen
if every citizen had the know-how described in the SCANS Report? What would be
different about a world where we no longer ask people what they want to be, but
rather ask: Who are you, and how can you translate this identity into workplace
success? What array of skills do you want to develop? What are all of the possible
contributions you could make to society? At this point, which ones are most
appealing to you? How do you plan to enter and move through the workplace?

I
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What if everybody could answer these questions? What would be the effect on
crime, drug use, homelessness, welfare, and other social problems if everyone
acquired the competencies delineated in the National Career Development
Guidelines? And finally, what would happen if each of us spent just one day
thinking of things we could do to increase the chances of every citizen’s achieving
success, whatever that means to them. What would we want them to know? What
skills would they need?

When I think about a framework for addressing these questions, I invariably arrive
at the same conclusion — a comprehensive career development program. Every
locality needs at least one. Let’s get started, now!
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Strengthening State Leadership:
A K-12 Perspective

Belinda McCharen

The purpose of this paper is to discuss strengthening state leadership pertaining to
the National Career Development Guidelines. The Guidelines promote the
development of sequential, planned, competency-based career development
programs as a vital component of comprehensive guidance efforts. Unfortunately,
such programs are not yet a reality in many schools. The evolving :ole of the school
counselor as program manager is important in assuring that a competency-based
program reaches all students. The key role for leaders at the state level is to
persuade and to demonstrate to counselors and public school staff that
comprehensive, competency-based career guidance programs form the future vision
for guidance in this country.

The obstacles for leadership in the area of career development have become greater
in many ways. Many states have depended upon monies available through the
Carl D. Perkins Vocational and Applied Technology Ediucation Act of 1990 to
support career guidance leadership at the state level. While the Act underscores the
importance of career guidance, funds have not been earmarked specifically for it. At
the same time, local authorities now have greater control over how Perkins Act
funds will be spent. As a result, many leadership posts at the state level have been
eliminated. Their loss has occurred at a crucial time, when building career
development skills is emerging as a needed educational reform.

Belinda McCharen is Coordinator of Vocational Guidance for the Oklahoma Department of
Vocational and Technical Education in Stillwater, Oklahoma.
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Current Reality

In my state, as in many others, encouraging counselors to change the way they do
business evokes the response, “I can’t add anything else. I'm doing all I can do!”
Convincing overburdened counselors and school leadership of the value of
strengthening the career development area of their counseling program is difficult
at best. The challenge of state career guidance leadership becomes a frustrating
experience. Yet the need for change in the way our schools and our counseling
programs are preparing students tas been well documented in reports such as
America’s Choice: high skills or low wages! (1990) and What Work Requires of Schools: A
SCANS Report for America 2000 (1991), to name only two of the most recent.

Improved access to career information, better career planning skills, and greater
understanding of how education relates to job skills are urgently needed. However,
these needs are not emphasized nearly as much as personal and social issues in
comprehensive guidance programs. According to the 1987 Gallup Poll commissioned
by NOICC and the National Career Development Association (NCDA), almost six
in ten adults stated that they believe most adults need assistance in getting career
information. If they could start their career again, 55.6 percent of the men and 61.7
percent of the women indicated that they would get more career information than
they had the first time (Brown and Minor, 1989). One might infer from these results
that career information and career development skills have not been available to our
population while still in school. That is still largely true today.

Unfortunately, in many schools, counselors have limited control over their role and
responsibilities. For example, the job of helping students select appropriate academic
programs often turns into the task of scheduling classes. Teachers and administrators
may expect the counselor to be primarily a peace keeper or disciplinarian. In many
schools today, counselors face a steady stream of students with urgent and serious
personal and family problems, such as drug abuse. Frequently, the sheer number of
students per counselor creates an overwhelming work load. Thus it is not surprising
that counselors may have little or no time to address systematically the
developmental needs of students.

Situations like these are real, not rare. They may explain why only 17.2 percent of
those polled by the Gallup Organization in 1987 reported seeking assistance with
career-related information from a school or college counselor. The National Career
Development Guidelines are an important program improvement process for
changing the current reality of today’s counseling programs. The challenge to state
career development leadership is to help school guidance personnel see beyond the
daily “doing” and implement a planning and program improvement process.
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Changing Current Reality

According to Lou Tice in the Investment in Excellence for the Nineties series, current
reality cannot be changed until the vision of the future is stronger than the image
of current reality. We must create dissatisfaction with the “way things are” in order
to move into the way “things can be” (1990). State leadership must adopt this
philosophy to effect change.

Many states are reluctant to mandate programs or activities, in part because they
have recently experienced sweeping educational reform measures. Mandating
activities and programs without providing full funding for implementation is not
popular with local schools. For this reason, our state believes that the National
Career Development Guidelines can best be implemented through leadership,
demonstration pilot sites, and infusion within other efforts, rather than as a stand-
alone endeavor. To fully fund a stand-alone effort requires more monetary resources
than we currentiy have — or will have in the near future.

My state began its involvement with the National Career Development Guidelines
in 1987, in the second group of pilot states selected by NOICC. The project lasted
two years. During that time, my office and the Oklahoma State Occupational
Information Coordinating Committee (SOICC) worked closely with the two pilot
schools, offering them training and support. One was an area vocational-technical
school and the other, a K-12 public school. The rationale was to pilot the Guidelines
within schools most representative of our state. This proved helpful in citing
examples of the results of using the Guidelines at the various levels and settings.
Schools anticipating change need a model to examine while trying to formulate their
plans for change. Having two pilot schools within the state has been one of the most
helpful aspects in selling the Guidelines. In workshops we have done for schools
considering their use, the guidance staff from the pilot schools have consistently
received the highest evaluations. Staff who have actually been through the process
are able to share the positive and not-so-positive aspects of changing their programs.
Schools feel more secure in hearing from a peer “what it’s really like.”

Fofmulating the New Vision

The Guidelines served as the basis for encouraging change. The process for planning,
irftplementing, and evaluating them offered a modei for future efforts in our state.
Once the scheols began the planning process, it also became apparent that a
committee comprising many different staff members of the school, as well as

community, business, and industry representatives, was another important catalyst
for change.
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We wanted to present the Guidelines to our schools as a program improvement
process, not a stand-alone project; finding a good way to do so was essential.
Leadership is sometimes slow and requires patience — and so does planning. We
began to plan our approach with care. We felt the Guidelines offered a valuable
structure, but the communication of the process had to be handled appropriately to
persuade schools to use it.

First Steps

The pilot schools were implementing the Guidelines at the same time that we were
implementing a new guidance model in the state. The National Career Development
Guidelines had not been established in time to infuse them into the state model.
Understandably, the question arose, “Why do we need the Guidelines? We have a
state guidance model.” We had to work hard to convince people that the Guidelines
were not a replacement for a guidance program, but a process for strengthening the
area of career development in existing programs.

Also during the same period of time, we recognized the need to restructure a very
successful career development program to make it more accessible to schools in the
state, without increasing staff. This became quite a challenge. We had been offering
career assessment and guidance to students through a mobile van system V.ns
staffed by Mobile Career Specialists were used in 27 counties of the state. The
program had been developed in 1979 in an attempt to provide career guidance to
rural schools operating without guidance counselors. (More than one-third of our
schools had no counselors because they were not funded through state money, nor
will they be until newly enacted school reforms take effect in 1993.) The only
problem with the program was that it was too successful, in many ways. It served
the career needs of the students so effectively that the schools stopped trying to
address them during the remainder of the school year. They viewed the Mobile
Career Specialists’ visit as providing an adequate career program for their students.
After the van’s departure, the schools did not invest additional time or resources.
Career developmert was a convenient, once-a-year event, vzhich did not require
additional staff or staff responsibility. It was not perceived as an ongoing, systematic,
developmental program. It became evident that if we wanted to effect long-term
change, we were going to have to move from the retail business to the wholesale
business of delivering career development.

From the Guidelines pilot sites” experiences, the structure of the new program began
to emerge. Before schools could formulate a career development plan, they first had
to recognize the need. They also had to commit to the process. With the Guidelines
providing a model process for us, we began to see that our Career Development
Services Division could assist schools in forming a career development plan, where
none had existed before, for their districts. One of the key components in making
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this succeed is a career development committee, which operates in much the same
manner s does the committee structure in the Guidelines.

We convened all 14 Mobile Career Development Spevialists to plan the new service.
As stated previously, leadership is sometimes a frustrating experience, and
“followers” do not always share the vision of the future simultaneously. Change
takes time and a great amount of patience. We fully understood the “45” or so ways
the program wouldn’t work, but instead needed to concentrate on the “10” reasons
it would. The specialists were convinced that schools would not want their services
because we were not offering money to help them implement this program. That
schools would be willing to implement a program that is not mandated and has no
funding attached to it was indeed a rather unusual assumption. But we were
convinced school> would welcome another pair of hands, in the form of the newly
re-named Regional Career Development Specialists, to assist them in improving an
existing guidance program or developing a new one.

Naturally, the first essential task was to inspire the Regional Career Development
Specialists with the philosophy of the new program and to make them believe it
would be an instant success. They had to become experts on the Guidelines quickly.
They had to be prepared to approach schools and suggest the steps needed to
develop a career development plan. The first step was a needs assessment. Our
Career Development Services Coordinator and I worked with our Research
Department to devise a workable needs assessment form, based upon the 12
competencies in the Guidelines. We agreed that it should be a fairly simple,
standardized instrument, because we wanted to begin a statewide data bank on this
program improvement process. The Regional Career Development Specialists would
begin to offer assistance in developing a 5-year career development plan for school
districts. They offered the needs assessment as a free service to schools that had not
conducted one or could not do so. Each of the specialists was equipped with a
laptop computer and software that would help tally the responses on the needs
assessment. This service appealed to schools, since staffing often is inadequate and
needs assessments take time. It was a tremendous task to accomplish in one year.

The Regional Career Development Specialists also assisted in establishing a career
development committee in each school. If the school did not already have a
functioning guidance committee, then a career development committee would be
established. If a guidance committee already existed, a few minor membership
adjustments were suggested. Typically, existing committees were very small and did
not include a broad range of people from the community. The additional members

were to include parents and representatives of business and industry in the
community.

A project coordinator was designated at each school to act as chair for the career
development committee. The design called for the school to take control of the plan,
with the Regional Career Development Specialist acting as resource person and
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consultant to the committee. Often, the project coordinator was a classroom teacher
who had become excited about career development and its possibilities. Counselors
typically cited lack of time for not serving an active role on the committee. We
welcomed any member who was committed to the process to take the lead role in
a school.

The first year the major task was to convince schools this was an important activity.
This took considerable marketing skill on the part of the Regional Career
Development Specialists, because career development was not a requirement. The
second task was to form the committee and to conduct and tabulate the needs
assessment for each school. By the end of 1990, over 50,000 students in grades 5, 8,
and 11 had been given a needs assessment. These grades were targeted, but if a
school wished to add others to the sample they were allowed to do so. At the same
time, the Regional Career Development Specialists worked with each school to
establish a career resource center. This, we believe, is central to the success of a
career development program. The Regional Career Development Specialists assisted
in selecting quality materials and, in some cases, helped the school apply for a career
education grant from the Stat > Department of Education to fund the resource center.

Other Efforts

During this time, our state vocational and technical education system wanted to
develop a model for vocational guidance programs. A Request for Proposals, calling
for the use of the National Career Development Guidelines, assessment processes,
the development of individual career plans, and many other requirements, was
released. Two area vocational and technical schools were funded to demonstrate

how a program like this could be developed, and the process for program evaluation
was formulated.

Until this time, the guidance program had been evaluated as part of the
administrative review and accreditation process. In other words, it was part of the
administrative review, and administrators evaluated the program. This evaluation
left a good deal to be desired. We wanted to develop a program with measurable
criteria, one that could be evaluated and accredited according to realistic standards
and expectations. The standards and expectations were to be developed specifically

for vocational guidance programs and the programs evaluated by vocational
guidance peers.

The two grant schools were engaged in a 3-year program, beginning July 1, 1988.
Their experiences have resulted in a document that will be adopted this spring by
the State Board of Vocational and Technical Education. It stipulates outcomes for the
vocational guidance programs, strategies for addressing them, and indicators to
demonstrate that the outcomes are being reached. Each area vocational and technical
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school must develop a written guidance plan incorporating the outcomes required
in the accreditation document. Within the stratcgies for achieving the outcomes, the
schools will establish student competencies, determined through a needs assessment
and based upon the Guidelines. This process has assisted the state leadership in
bringing a better structure to our guidance programs.

This Guidelines project also has established outcomes for vocational guidance
programs. These are strong enough to be inciuded as a standard that area vocational
and technical schools must meet to be accredited by the State Department of
Vocational and Technical Education. If the evaluation team finds that a school does
not satisfactorily address each of the outcomes in its program, then the school will
be required to develop a program improvement plan outlining corrective action and
submit it to the department for approval. The school will then be monitored the
following year to observe improvements.

Blending the Guidelines with Other Efforts

We believed that the National Career Development Guidelines would be used most
effectively within the state if they were incorporated into other efforts. Thus our
state Guidelines Steering Committee worked together in the early stages of the pilot
to determine the activiiies we needed to impact.

One of the avenues selected was the establishment of a state advisory committee
composed of counselor educators and members of growing businesses and
industries. We wanted to be sure that counselor educators were exposed io the
Guidelines; we hoped that would lead them to incorporate the information into their
counselor education classes. We're still working to achieve that goal. Inroads have
been made, but not to the degree we had hoped. We need to work much more
effectively in this area to promote the use of the Guidelines in counselor pre-service
as well as in-service programs. Again, change comes very siowly.

We also decided that each of the Improved Career Decision Making Workshops
(ICDM) provided an excellent opportunity to present the Guidelines. The Oklahoma
SOICC Director has allotted time at each workshop to explain the Guidelines and
their significance to guidance programs at all levels, in all settings. This awareness
is important because counselors from many different agencies attend the ICDM
workshops. The Regional Career Development Specialists also make presentations
about the services their program has to offer for school-based counselors and the
variety of materials available for use in implementing the Guidelines.

This year our state career information delivery system, Oklahoma Career Search, will
match competencies with various elements of the system. This demonstrates another
way of addressing the student competencies by using various products and
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activities. The Guidelines provide an excellent structure within which existing
resources can be used to build student competencies in career development.

The Career Development Services Division has also produced a book of activities
tied to the National Guidelines. The activities are matched to the “suggested learner
outcomes” established by the Oklahoma State Department of Education. These
outcomes consist of learning goals and objectives for all grade levels, in all subjects
in grades K-12. At least four activities per grade level within the “core” academic
subject areas of mathematics, science, social studies, and language arts in grades K-
12 have been included in phase one of this book. One master set of these activity
books is being given to each school in the state. The activities may be reproduced
by teachers and counselors fo: use at the school site. The career development
committee chairs have been encouraged to disseminate these materials widely within
their school and to encourage copying by teachers.

The Regional Career Development Specialists have worked hard to provide in-
service programs to teachers, administrators, and counselors in the schools on the
importance of the developmental approach. The activities and in-service programs
provided this year stress the need to infuse career activities in all classrooms, at all
grade levels. They have reinforced the role of the teacher in providing instruction
and of the counselor in providing the skills of program manager and advisor to
students. The state leadership has a responsibility to support these efforts by
supplying information, through mailings to counselors, concerning the career
development process, materials, and their use.

As mentioned earlier, there has been some initial resistance to implementing the
Guidelines because the siate guidance model had already been developed. To help
clarify the confusion that arose, we developed a guide, Crosswalk to the NCD
Guidelines and Building Skills for Tomorrow. This crosswalk demonstrated how the
goals established in the state guidance model could be met through the use of the
student competencies in the Guidelines. This has helped reinforce the perception that
the Guidelines is a program improvement process, not a separate program. It has
also helped eliminate the belief that personal and social, educational, and career or
vocational activities have to be separate. The Guidelines have demonstrated that
many different purposes can be met through the student competencies.

We have also used the Oklahoma Association for Counseling and Development
newsletters and our own in-house rewsletters to promote the use of the Guidelines
in strengthening comprehensive school guidance programs. We have been active in
submitting program proposals for state guidance and counseling meetings. The pilot
sites also have been involved in many presentations to demonstrate how they have
enhanced their programs through the use of the Guidelines. These activities reflect

44




-

35

another role of state leadership: to use available vesources to promote needed
change and make the state aware of the materials and the process available to
accomplish it.

In summary, we have employed a range of strategies to ensure full integration and
acceptance of the Guidelines within state and local guidance program improvement
activities. Among other strategies, we have:

* Used comprehensive K-12 model sites so that guidance staff who have actually
been through the process can share their experiences with other schools.

* Involved many different school staff members, community members, and
tusiness and industry representatives in the change process.

¢ Communicated the message that the Guiwelines could enhance existing guidance
programs rather than replace them.

¢ Used 14 Regional Career Development Specialists, employed by the state, to offer
assistance to local programs in developing a 5-year career development plan for
school districts. This service included use of laptop computers to help score local
needs assessments.

¢ Used the Guidelines to develop an cutcomes-based model for the administrative
review and accreditation process within the state vocational-technical education
system. If career guidance programs cannot demonstrate an outcor es-based
approach, they are encouraged to establish student competencies based on the
National Career Development Guidelines.

* Used other SOICC activities to support dissemination of the Guidelines, such as
describing the Guidelines at Improved Career Decision Making Workshops and
linking Guidelines competencies to specific elements of the career informatior:
delivery system.

* Developed a state handbook of career guidance activities tied to the Guidelines
competencies and indicators, and a crosswalk between the Guidelines and the
existing state guidance model, Building Skills for Tomorrow.

* Used existing resources, such as association newsletters and conferences, to
disseminate information about the Guidelines.
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Chailenges

Within the next year many issues affecting the use of the Guidelines will impact
schools in my state. Implementation of the school reform bill in relation to guidance
and counseling will begin in 1993. By that time, a sufficient number of the schools
working with the Regional Career Development Specialists must be ready to
implement their programs. We must also have some initial evaluation data on their
effectiveness in building student competencies called for in the Guidelines and the
state’s suggested learner outcomes. If the programs prove effective in achieving these
outcomes, then doubts about the Guidelines will diminish and the value of using
them will be reinforced.

Another challenge facing the state is to integrate the Guidelines into programs
funded by the Carl Perkins Act. In our state, we have added counselors at the local
level in response to thi> Act. Local schools viewed the Carl Perkins money and its
allowable use in the area of career guidance as a resource to help them meet the
mandates of our education reform bill. Whatever the motivation, we have an
increased numbver of counselors needing help with a career development program
structure. Career development traditionaily has been the weakest area in counselor
pre-service training. The Guidelines and the Regional Career Development
Specialists can assist in providing the necessary information and program structure
for the Perkins counselors. But we must also provide in-service training to prepare
them for their role in managing and facilitating the career development program.

Career guidance leaders must move to help states see how the Guidelines fit into the
Standards and Measures required in the Perkins Act. The role of career guidance in
building occupational competence needs to be discussed and addressed in great
detail very soon. If the guidance community does not take the initiative to define
this role for ourselves, then someone outside the discipline will do it for us.

If these efforts to implement the Guidelines improvement process succeed, that
process may flourish as the national standard for career development programs. If
not, it may join the educational movements that have died prematurely for lack of
funding or support. This is why our state adopted the approach of providing service
rather than throwing money at a district. All too often, when the money is gone, so
goes the project. The concept of lifelong career development is too important to
chance on a short term funding arrangement.

Building on Success

In Oklahoma, we have spent the past several years piloting new initiatives and
trying to convince scho ils that change is necessary. During this effort, several
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encouraging eveits have occurred, offering us an opportunity to build further
support and awareness. For example:

* The two original Guidelines pilot schools have both been selected through the
peer review process as National Exemplary Career Guidance Programs. This
process is sponsored by the U.S. Department of Education’s Office of Vocational
and Adult Education and the National Association of State Career
Development/Guidance Supervisors.

* These awards provide evidence that the use of the Guidelines as a program
improvement process yields quality results for schools.

* We have publicized these awards during our summer vocational education
conference by having the pictures of each school representative in the State
Department of Education newsletter and the Oklahoma Association for
Counseling and Development newsletter.

* For the past two years, the Governor has presented the National Peer Review
award to the school at his press conference honoring National Career
Development Month.

These two schools continue to lead others as examples cof excellent programs. They
have continued to expand their program and enhance their services to students.
When callers want to observe an exemplary career development program, I
recommend they visit the two Guidelines pilot schools.

Future Efforts

In my opinion, one of the most crucial needs facing state leadership will be to work
diligently at persuading and training counselor educators to use the Guidelines in
counselor pre-service programs. In their training, new counselors are introduced to
developmental guidance programs, but they need even more information about
career development to be effective. The Guidelines offer counseling education
students a practical tool and a framework for helping schools establish viable
programs to meet the needs of our future workers.

Another area that must be emphasized is cooperation within the state. We are very
fortunate that our career development services, career information delivery system,
SOICC, and the vocational guidance office are all located within one agency. This
has made it easier for us to coordinate our efforts and work together. This type of
partnership is essential in providing leadership to the field in sufficient strength to
effect change. One does not exert leadership by working in isolation.
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We are working with the state legislature to restructure the formula for funding area
vocational and technical schools. One of the areas we have declared essential for a
quality vocational program is career guidance and assessment. Data on retention of
students, program completion, and placement rates were collected from the
Guidelines pilot area vocational and technical school. They demonstrate positive
trends that were not in place before the Guidelines process was implemented. The
ability to demonstrate the effects of career development programs may equate to
improved funding for the guidance effort in vocational and technical schools in our
state. Information such as this can only strengthen the need and the potential for
impact on the students and educational programs within our schools today.

The Challenges and Responsibility of State Leadership

The importance of state career guidance leadership cannot be overemphasized. Few
in a state understand the role of career development in building effective educational
programs. Unfortunately, many of our state career guidance leaders do not
understand this role themselves. Those who have not been allowed to participate in
conferences or pilot efforts with the Guidelines are far behind in their skills to bring
change to their states.

For change to occur, another view of the future must replace the vision of the
present. It is the responsibility of the state career development leadership to offer
this new vision —and, more importantly, the “how to” for reaching it. The “how {o”
consists of materials, in-service training, and encouragement to change.

State career development leaders also must continually read and listen for new
trends impacting the field. The Guidelines initiative, for example, has had a major
impact on career development in this country. Often, practicing counselors have
neither the time nor the resources to recognize and interpret emerging trends and
how they will impact their programs. The state career development leader must
assist in providing this type of information to the field.

The state career development leader must be the major spark in creating interest in
career developinent in the state. Issues of importance to the quality of education
must be kept continually in the consciousness of the educational community and the
public in general. State career development leaders must be advocates for the field,
because no one else has this special responsibility. They must find opportunities to
advocate the need for career development in today’s society. If they are well
informed, they can help others in their state see how career development fits into
current reforms, such as those advocated in the SCANS Report (1991). This awareness
also must be translated into action to influence the future direction of the effort. If
the state leaders sit and wait for movements to pass them by, who will be the
advocate for the local programs?
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The state leader must also work diligently to gain resources at the state level, both
within the agency and with the legislature. Often, work with the legislature must
come through the agency, but the state leader can encourage local staff to become
involved. Encouraging people to get involved in the political process, especially to
benefit students through improved career development programs, is a very
important role.

The state leadership must also take responsibility for providing resources for local
programs. This may mean establishing a central resource center, as we have done
in Oklahoma, where local schools may check out materials on a loan basis at no cost.
Our resource center maintains a career information collection that schools can use
for two weeks, then return. It is an excellent way to support small, poor schools that
cannot buy many career development materials on their own.

State leaders themselves are another resource. Their expertise often can be helpful
to local career development staff. For example, they may be able to suggest a
resource they have used or seen at a conference, thus saving local staff a great deal
of time and effort.

Another way state leaders can encourage change is through the materials available
from taeir department. For example, if the Guidelines are deemed important, then
the state career development leader can create materials to help others understand
them and tie their activities to the process. This is perhaps one of the quickest and
most efficient ways of influencing change in the field.

The state career development leader should also provide in-service training
opportunities for the career guidance staff in the state. At leas. once a year, a
conference or series of regional meetings should be held to bring school staff up-to-
date and help them move their programs toward the implementation of the
Guidelines. If school counselors and career development staff are not current in their
knowledge, then they will not be effective within their schools with students,
parents, and administrators. The state leadership has a great obligation to provide
opportunities in this area.

To sum up, an active state leadership is essential in the career development
movement. If a state has not made the commitment to having a full time career
development leader, effecting change in guidance programs will be greatly hindered.
Some progressive and aggressive local schools may catch the vision and begin the
prograzn improvement process on their own. But their efforts may flounder or
tlourish unheralded without a state leader to provide support or encourage other
schools to follow suit. With state leadership, the efforts of an active district can spark
others throughout the state. Through networking, a leader can spread the word and
build support among state associations, school leaders, other state schools, and
within the state agency.
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Initial figures from the U.S. Department of Education, Office of Vocational and Adult
Education (OVAE) in December 1991 suggest that states can no longer rely on
federal funding to support their career guidance leadership. Unless the state
maintains a strong commitment with state money, it appears that as many as 15 to
20 states will lose their career development leadership over the next three years.

State career development leadership plays an important role in the implementation
of the Guidelines. The leadership is responsible for the monetary and media support
of the project, for dissemination of project results, and the development of materials
to lead or support the effort. I encourage OVAE and NOICC to work together
actively to maintain state career development leadership and strive to keep these
very important individuals current and aware of their role in the implementation of
the Guidelines.
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Career Development and
Postsecondary Education:
Strategies for State Leadership

Patricia Stanley

When postsecondary education leaders become aware of the outcomes and benefits
of comprehensive career development programs, the National Career Development
Guidelines can become an important resource for educational reform and
comprehensive state planning efforts. The question becomes, then, how to best make
educators aware of comprehensive career development program benefits and
reinforce the need for implementation activities to further develop such programs.
For the purpose of this discussion, implementation strategies used in California will
be referenced to help answer that question. Because of the size and nature of its
postsecondary system, California needed to use a number of strategies. Many of
them are applicable to other states.

The community college system in California is the largest postsecondary system in
the world. Multiple strategies are needed to implement educational reform within
such a large system because the needs, awareness levels, and climate for addressing
change are as varied as the regions of the state. Extending from Mexico in the south
to Oregon in the Northwest, California is an interesting mix of densely populated
cities and sparsely populated rural and mountain areas. The 107 community colleges
in the state are within reach of all citizens. Large multi-college districts are found in
San Diego, Los Angeles, San Francisco, and Sacramento, but small single-college
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districts are also found in less well known places such as Weed, Feather River, and
Coalinga. Community colleges maintain much local control as they serve the
different communities of which they are part.

Figure 1

Five Strategies To Integrite The Guidelines Into California's
Postsecondary Education Reform and Program Improvement
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This paper discusses five state-level implementation strategies for the National
Career Development Guidelines. Figure 1 outlines these strategies, which are:

¢ Comprehensive intersegmental coordination and planning

Integration into legislative reform

Integration into accreditation and state standards

Integration into educational program articulation, including tech prep

Ongoing information and awareness activities

Comprehensive Intersegmental Coordination and Planning

Two successful examples of comprehensive intersegmental' coordination and
planning will be detailed here. Other states may find the concepts worth replicating,
as they have great potential for ongoing program improvement. Strategic planning
efforts are under way in many systems, and these comprehensive plans can influence
educational reform for years to come.

The first example dates to January 1989 when Part One of a comprehensive planning
effort called the California Plan for Career-Vocational Education was published. The
Plan outlined policy directions for the state to pursue if California was “to retain
leadership and success in competing in the world marketplace, moving into the
information/service/technology society of the twenty-first century, meeting the
economic development needs of business and industry, and serving the educational
and training needs of a culturally rich, diverse, and constantly changing population.”
(California Plan I, 1989)

One of the fundamental purposes of the Plan was to establish a unifying mission for
career and vocational education in California that now reads: “The mission of
career-vocational education in California is to enhance the personal and economic
well-being of individuals and to develop human resources which contribute to the
economic development of the state.” (California Plan I, 1989) The connection of that
mission statement to the three areas of the career development competencies in the
National Career Development Guidelines is immediately apparent. The first area,
self-knowledge, is implicit in the enhancement of personal well-being of individuals.

' California has a number of education providers. When they work together in attempts to
coordinate the delivery of programs or build articulation among the providers, the term

intersegmental is used. It refers to the cooperative effort to make a diverse system more
unified.
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The other two areas, educational and occupational exploration and career planning,
are integral to the economic well-being of individuals and, when successfully carried
out, collectively contribute the human resources needed for state economic
development.

Part One of the California Plan referenced the following social, economic, and
educational issues as needs to be addressed in state policy. It is quite unlikely that

these issues are unique to California. The Plan lists the following related to the
postsecondary level:

* A significant number of people between the ages of 16 and 24 leave school
without marketable job skills, with little understanding of the work ethic, and
without knowledge of other avenues to education and training.

* Those who have not held steady, full-time jobs by the time they reach 25
have significantly fewer chances of becoming productive members of the
work force than those who have.

* Rapidly changing technology has had a dramatic impact on the work force.
It has changed the way in which jobs are performed, eliminated many
unskilled and entry-level jobs, and displaced large numbers of older workers.

* More and more adults over 40 are discovering that their job skills no longer
meet the demands of a new labor market and they must seek retraining.

* We are faced with an increasing number of immigrants with minimal
education, limited command of the English language, and insufficient job
skills for successful entry into the work force.

* Employers are finding it increasingly difficult to find qualified workers and
are relocating to other states and countries where such workers are available.

* State and local economies are being depleted by increasing numbers of
unskilled and unemployed peoplc who must rely on public assistance for
survival. (California Plan I, 1989)

These issues are addressed in the content and framework of the competencies for
postsecondary and adult levels of the National Career Development Guidelines: Local
Handbook for Postsecondary Institutions (NOICC 1989). Thus integrating the National
Guidelines into this statewide planning effort was a logical next step.

Part Two of the California Plan was completed in March 1990. 1t contained
implementation strategies for the policy directions identified in Part One. The
strategies are organized around eleven issues that were identified by the Plan’s
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steering committee. This committee was a comprehensive mix of counselors,
teachers, and administrators from all levels of education and representatives from

business, industry, and state agencies involved in career or vocational education
delivery.

The executive director of the California SOICC and the project director for
California’s first NOICC grant to implement the Guidelines at the postsecondary
level collaborated on building the Guidelines into Part Two of the Plan. The latter
testified at hearings and provided written suggestions as tc where the National
Career Development Guidelines should be referenced in the implementation
strategies to meet the goals identified under five of the eleven issues. The results are
specific reference to the Guidelines as a strategy to be used for program quality and
delivery, interagency linkages, articulation of program and support services,
employer linkages, and student access and retention. For example, under interagency
linkages, the Plan states,“Coordinate career development services at all educational
levels with and among human service agencies . . . as in the National Career
Development Guidelines.” (California Plan II, 1990)

Part Two of the California Plan is currently being used as a reference for program
development throughout the state. The requests for Guidelines Local Handbooks
demonstrate the effect the references in the planning documents are having as local
education agencies begin to follow the implementation strategies. Also, eight
regional planning projects have been funded in California to pilot test the strategies
outlined in the California Plan; postsecondary institutions are a required component
of each regional model. The models developed by these projects will soon be
disseminated to all relevant parties. Funding for these regional planning projects
came from the Employment Development Department (Job Training Partnership Act
funds), the California Department of Education, and the Chancellor’s Office for
California Community Colleges (the latter two agencies used Carl D. Perkins
Vocational Education Act funds).

The California Plan is also referenced several times in the recently developed
planning document submitted to the U.S. Department of Education in response to
the Carl D. Perkins Vocational and Applied Technology Education Act of 1990
(VATEA). The Guidelines are mentioned specifically in the guidance and counseling
section of this plan for use of federal vocational education money (VATEA State
Plan, 1991). Through these planning documents, the National Career Development
Guidelines are becoming known and used by educators throughout the state.

A second example of comprehensive intersegmental coordination and planning that
could be replicated by others is the State Advisory Committee for the National
Career Development Guidelines. The California Occupational Information
Coordinating Committee convened and is a member of this advisory committee.
Other members represent the Chancellor’s Office for California Community Colleges;
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the Department of Rehabilitation; the Employment Development Department; and
the California Department of Education. It also includes the California Guidelines
Training Team (trained as a part of the original NOICC grant) and California’s
members of the National Cadre of Trainers. Each agency represented on this state
planning committee outlined its Guidelines implementation plans and activities, such
as the following (“Minutes,” May 1991):

California Department of Education — Promote the Guidelines concepts by
supporting “Futures,” a series of 12 videotapes, on instructional television.
Encourage the use of the Guidelines in comprehensive planning at local schools; use
the Guidelines in working with the Association of Student Service Personnel on how
to coordinate services to students; use the Guidelines in counselor academies and to
develop articulation models; develop a handbook on the counselor’s role in
implementing curriculum frameworks; and use the Guidelines in district assessment.

Employment Development Department — Use the Guidelines in counselor training
and advise Job Training Partnership Division, Community Based Organizations, and
the Employment Training Network that the Guidelines are available.

Department of Rehabilitation — Disseminate the Guidelines to the Counselor
Academy.

Chancellor’s Office for California Community Colleges — Infuse the Guidelines in
the career guidance standards being developed by the Advisory Committee for
Career Guidance and Counseling; conduct in-house Guidelines awareness seminars
and workshops; and promote the use of the Guidelines in the eight projects to
implement the California Career-Vocational Education Plan being monitored by staff.

The advisory committee also recommended that the limited funds the California
SOICC had available to further implement the Guidelines in California should be
spent in 1991-92 to sponsor attendance of a state team at the Career Development
Leadership Institute in San Antonio, Texas, and to sponsor training for counselor
educators and other interested participants at workshops preceding or following the
Western Association of Counselor Education and Supervision (WACES) conference
held in San Diego in November 1991 and the California Association for Career
Development (CACD) conference held in San Francisco in February 1992. These 6-
hour training sessions were to be conducted by members of the National Cadre of
Trainers, including at least one counselor educator.

The rationale for selecting these strategies centered on the need to inform counselor
educators of the Guidelines content and to incorporate the Guidelines into pre-
service education for counselors. The ultimate result of such awareness and
education cold provide ongoing implementation of the National Career
Development Guidelines as new counselors are hired throughout the educational
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system and as counselor educators provide in-service programs for currently
employed counselors. Master’s degrees are required for community college
counselors, so pre-service includes both undergraduate and graduate education;
community colleges are also committed to extensive in-service training and staff
development. When the SOICC-sponsored Guidelines advisory committee
reconvenes, the results of the 1991-92 efforts will be evaluated and new priorities
will be set for following years.

Integration into Legislative Reform

Where legislative reform is already under way, new legislation for specific state
standards based on the National Career Development Guidelines may not be
possible. However, integration of the Guidelines into current legislative reform may
be both advantageous and achievable. Such is the case in California at the post-
secondary level.

In 1986, the state legislature passed a law requiring the community colleges to
implement a matriculation process. Matriculation requires the colleges to enter into
a contract with students to develop individual education plans to assist them in
reaching their career goals. The students agree to follow the educational plan
outlined for them, after skill and ability assessments are conducted, as their part of
the contract (Matriculation, 1990). With such recent and comprehensive legislation
being implemented, to pursue legislation specific to the National Career Develop-
ment Guidelines was not a consideration. However, it was possible to integrate the
Guidelines structure into the Matriculation initiative as the goals to assist students
in the areas of self-knowledge, educational and occupational exploration, and career
planning were essential components of both reform efforts.

To continue coordination of this integrative effort, the administrator in the
Chancellor’s office who is responsible for the matriculation process and for guidance
and counseling in the Student Services division, serves as liaison to the Career
Guidance and Counseling Statewide Advisory Committee. This committee is
associated with the Vocational Education unit and is responsible for the development
of state leadership projects that lead to program improvement in vocational career
development. Since the Guidelines have thus far been more associated with
Vocational Education than Student Services in the community college system, the
results of this collaboration should prompt more widespread understanding and use
of the Guidelines in both areas.

Recent comprehensive community college educational reform legislation (Assembly
Bill 1725) was based on recommendations from a review by a Master Plan
Commission for postsecondary education in California, as mandated by the state
legislature. The major elements of the reform legislation have now been
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implemented, and one of the major components of the reform is the concept of
shared governance. Faculty and the loc. 1 academic senates within the community
college segment of postsecondary education have been given great influence over
curriculum and peer evaluation. This philosophy extends to the elimination of state-
issued credentials for community college faculty and the institution of Ilocal
qualifications processes for hiring.

The Guidelines contain competencies that can be very helpful in determining
qualifications for counseling faculty. Under a shared governance model, it is,
therefore, essential that faculty in the career development areas be informed and
knowledgeable about the Guidelines framework, if the Guidelines are to be
implemented throughout the system. A number of awareness strategies to better
inform these faculty members have been under way and will continue. Awareness

of strategies to integrate the Guidelines into legislated postsecondary reform will also
continue.

Integration into Accreditation and State Standards

Two examples of integrating the Guidelines into standards that postsecondary
institutions use for program assessment are described here for possible replication
by other postsecondary systems. First, the state-level advisory ¢»mmittee for the
NOICC implementation grant included representatives from all state career
development associations and educational segments. One recommendation they
unanimously supported was the integration of the National Career Development
Guidelines into accreditation standards. This influential group clearly acknowledged
that accreditation standards drive local program components. A member of the
advisory committee was appointed to a committee to update and revise Western
Association of Schools and Colleges (WASC) standards in the counseling area. She
agreed to work with the WASC committee to integrate the Guidelines concepts into
the community college accreditation standards.

Second, the Statewide Advisory Committee for Career Guidance and Counseling
recently identified a need for state standards for community college programs. The
committee recommended a special project that has been funded to develop those
standards based on the National Career Development Guidelines. To further inform
the advisory committee about the Guidelines and to further integrate the Guidelines
into the state standards project, the statewide advisory committee co-chair was
named to the state team attending the Carcer Development Leadership Institute.
Integration of the National Career Development Guidelines into written standards
used system wide can be a very effective means of program improvement.
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Integration into Educational Program Articulation,
Including Tech Prep

The word “articulation” is used by educators to define the process whereby students
in educational programs 1) move from one educational level to the next without
replication of competencies achieved and 2) build on concepts learned at each level
in a systematic, progressive structure. Not only is this articulation process
educationally sound, it also is a type of educational reform gaining much attention.
The Guidelines are based on this concept, and several examples follow as to how
they may be integrated into articulation efforts.

A reference to the Guidelines was made in the California Plan for Career-Vocational
Education under the issue identified as “Articulation of Program and Support
Services.” A reference was also made in the state implementation advisory
committee section by the California Department of Education. It calls for using the
Guidelines in the Counselor Academies to develop models for articulation.

Another example of integrating the Guidelines into program articulation was a
workshop for all stakeholders in a discipline that was part of a model 2+2+2 (2 years
high school, 2 years communiiy college, and 2 years university) articulation program.
The Guidelines were used as the means of incorporating career development
competencies into 2+2+2 articulation. The 2+2+2 model projects were funded by state
budget dollars from all educational segments to implement the “one system” concept
emphasized in the Master Plan Review. Attending this particular workshop were
educators from the community college level, as well as colleagues from secondary
programs and 4-year colleges and universities. This same model program was
featured during two workshop sessions at the December 1991 American Vocational
Association convention in Los Angeles. It was also featured in an article published
in the Vocational Education Journal (Stanley, Morse, and Kellett, 1992). Through such
communication, a positive connection of the Guidelines to program articulation
efforts will continue, and the use of the Guidelines will become more widespread.

Another current articulation effort focuses specifically on technical preparation (tech
prep), which is discussed in chapter 6. Through a cooperative agreement with the
California Depaitment of Education, the competitive proposal processes to fund tech
prep under the Vocational and Applied Technology Education Act (VATEA) in
California will be assumed by two state agencies. The Chancellor’s Office for
California Community Colleges will administer and monitor local consortium
projects and the efforts to provide outreach and guidance materials on the new tech
prep programs. The California Department of Education will administer and monitor
projects referred to in the California State Plan for VATEA as regional consortia.
Regional consortia will be chosen from local consortia that compete for additional
funds to move ahead further and faster than other local consortia and to do so in
regard to six identified career clusters. In 1991-92, tech prep funds made available
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to California through VATEA totaled nearly $6 million. They should serve as a
catalyst for curriculum reform in applied academics that will result in Tech
Prep/ Associate Degree programs throughout the state (VATEA California State Plan,
1991).

As the Request for Proposals (RFP) is developed by state staff, another reference to
the National Career Development Guidelines appears. Local consortia, and
subsequently those who take on the additional career cluster development as
regional consortia, will be reminded in the RFP that the National Career
Development Guidelines provide a framework from kindergarten through adult
education for articulating career development competencies. It is anticipated that the
107 community colleges will be involved in local tech prep consortia efforts, along
with feeder high schools, regional occupational centers and programs, adult school
programs, and eligible proprietary schools. Such broad-based involvement should
provide a major thrust for integrating the Guidelines competencies into this exciting
educational reform.

Ongoing Information and Awareness Activities

Educators cannot implement any framework or reform until they have an
understanding and knowledge of that effort, as well as a commitment to that change
or improvement process based on its essential worth. Commitment must begin at the
state level. In California that commitment began at the postsecondary level when the
state Deputy Chancellor for the community college system determined that
California community colleges should not be omitted from efforts to implement the
National Career Development Guidelines. He directed that his agency cooperate with
the California SOICC in writing a proposal for one of the first NOICC grants. (The
Deputy Chancellor was serving as the SOICC chair when the first NOICC call for
proposals was sent to the states.)

The original proposal contained endorsements from state legislators that furthered
initial awareness of the Guidelines at the state level. The proposal was also endorsed
by the Joint Advisory Policy Council (JAPC) for Vocational Education in California.
Had the state only one educational agency, the endorsement would have been from
the single board responsible for vocational education. Because California has two
such boards (the State Board of Education and the Board of Governors for
Community Colleges), the Joint Advisory Policy Council was formed to discuss and
recommend vocational education policies. The JAPC is made up of the 3-member
Vocational Education Committees of both Boards. The NOICC grant proposal was
taken to this board and received its unanimous support. The JAPC holds open
meetings that are attended by numerous vocational education principals. Thus its
support generated additional state-level awareness of the Guidelines.
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The California proposal to implement the Guidelines at the postsecondary/adult
level] received funding from NOICC for both state- and site-level implementation
efforts. As mentioned earlier, the state-level advisory committee for this project was
comprehensive in makeup. It provided one of the first avenues for building
awareness of the Guidelines and disseminating information to members of the career
development profession. All the committee members represented large segments of
the profession, and all carried the Guidelines message back to their constituents.

The advisory committee determined that a series of awareness workshops needed
to be conducted at the various state conferences and conventions held for career
development practitioners. The committee also decided that a state brochure
describing the National Career Development Guidelines implementation in
California be developed so that workshop participants would leave with references
for additional information and assistance.

The state brochure has been printed twice and widely disseminated; it is used alone
as an information piece or as a reference distributed at awareness sessions. Entitled
“Strengthening Career Development in California,” the brochure suggests that
readers may use the Guidelines for program quality review, staff development
projects, program assessment, counselor accountability, accreditation evaluation,
student outcomes, and infusing career education into the curriculum
(“Strengthening,” 1990).

The brochure was included in conference packets prepared for the California
Vocational Education Conference, attended by approximately 1,000 educators. It also
was used in awareness sessions at that conference and others, among them: meetings
of the California Career Development Association and the California Career
Education Association; the California Special Needs Conference; National
Employment Training Conference (held in California); and conferences and
workshops held for community college counseling faculty.

The effects of these awareness activities are unpredictable and often rewarding. An
example of a very positive “domino” effect resulted from the break-out session given
at the California Career Education Association. Scheduled at the same time as a
“hot” topic on local level counseling staff cuts, the session on the Guidelines was
poorly attended. However, one interested attendee was a dean from a state
university. He was looking for topics for a series of satellite teleconferences he was
producing as an in-service program for local Career Center personnel. The outcome
of this contact was a statewide teleconference on the National Career Development
Guidelines, advertised through the state university system for continuing education.
Satellite downlinks were activated at the various state universities and numerous
county offices of education. Thus the Guidelines were introduced to more career
development professionals at all educational levels across California than could have
been reached through any other method.
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Two more examples reflect the continuing domino effect from the teleconference.
First, when the NOICC project was completed, a report was made to the JAPC to
inform the council of the project results and future plan for implementing the
Guidelines in California. At the conclusion of the report, a local high school
vocational education director, who was at the meeting out of interest in another
topic, asked to make a comment. She explained that she had viewed the
teleconference and, as a result, had written to Oregon for the Local Handbook for high
schools. Her large district had begun the process described therein to improve its
career development program. She spoke eloquently about the quality of the
materials, her remarks enhanced by their spontaneous and unsolicited nature.

The second example came two years after the teleconference when the Director of
the Los Angeles Unified School District called. He was seeking a state team or a
member of the National Cadre of Trainers to do an all-day workshop on the
Guidelines for this, the largest, school district in California. The Director said he had
viewed the teleconference at the Los Angeles County Office of Education. No one
from the California group was available for the date selected; so a National Cadre
member from nearby Arizona was secured. (This example also serves as evidence
that the network of trainers set up by NOICC works very well.)

One result of a post-conference session at the WACES conference was a plea by a
participant to repeat awareness workshops at the various state conferences. This
would enable additional career development educators to be informed, as many had
not taken advantage of the first workshop opportunities. Thus awareness and
information activities will be ongoing and will continue as long as necessary to reach
all stakeholders. A session was planned for the first joint conference, arranged by the
Chancellor’s Office for Community Coll-ges, for participants from student services,
transfer/general education, and vocational education. More than 1,200 participants
attended, and again the domino effect could be very rewarding.

Rewards for Participants and Leaders

Involvement with the National Career Development Guidelines provides career and
professional networking opportunities for those who take leadership for Guidelines
activities. For example, participation on the National Cadre of Trainers expands
one’s networks at local, state, and national levels. Involvement with the Guidelines
can be a positive professional experience because of the high quality and broad
scope of this integrative project. Thus, implementation of the Guidelines can have
rewarding results, not only for the many career development program participants
who benefit from more comprehensive programs, but also for the professional
educators who take on the leadership roles required for state and local
implementation.
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Summary

To recap, at the state level, a number of strategies may be needed to provide
awareness and to implement the National Career Development Guidelines at the
postsecondary level. In some states, more than one approach may be needed, and
those presented here can be selected and modified as appropriate. The Guidelines
can be a catalyst for educational reform; thus legislation may be needed to
institutionalize the process and provide the funding needed for program
improvement. The Guidelines can also be integrated into strategic planning and
educational reform already under way; the concepts are readily accepted because
they are not only educationally sound, but also represent a nationally endorsed
framework for quality programs. Likewise, the Guidelines can be the basis for the
develcpment of state standards where none currently exist, or they can be integrated
into existing standards.

Because all states receive federal funds through the Vocational and Applied
Technology Education Act, and because the National Career Development
Guidelines competencies are articulated across all educational levels, the Guidelines
can become an important element of program articulation efforts such as tech prep.
Given the nature of the tech prep special programs, postsecondary educational
institutions must be included in program development. This offers another
opportunity for state leadership to influence incorporation of the Guidelines into tech
prep program development.

Finally, postsecondary educators are embracing the shared governance system of
leadership, much as the business and industry communities are embracing
participatory leadership. This leadership style demands a system that provides access
to information for all participants in the decision making process. Thus information
about the quality, scope, and potential impact of the National Career Development
Guidelines strategies must be the precursor to commitment from the potential
program implementors.

State leadership requires an ongoing commitment over time to provide information
to all stakeholders and to evaluate the program improvement that results from
implementation of the National Career Development Guidelines. Postsecondary
educators and the community colleges must play an important and vital role if
comprehensive career development program improvement is to move from genera!
awareness to widespread acceptance and on to widespread practice.

N
()




54

References

California 2000: A people in transition. (1986). Sacramento: Assembly Office of Research.

California plan for career-vocational education part one: Policy directions. (1989). Sacramento:
California State Department of Education/Chancellors Office, California
Community Colleges.

California plan for career-vocational education part two: Implementation strategies. (1990).
Sacramento: California State Department of Education/Chancellor's Office,
California Community Colleges.

Lipson, Albert J., and Others. (1988). Vision California 2010. Prepared by the California
Economic Development Corporation as a special report to the Governor.

Looking ahead: Data for planning. (1987-88). Sacramento: Chancellor’s Office, California
Community Colleges.

Matriculation: A report on third-year implementation 1989-90. (1990). Sacramento:
Chancellor’s Office, California Community Colleges.

Minutes, COICC National Career Development Guidelines Advisory Committee Meeting.
(1991, May). Sacramento.

National Occupational Information Coordinating Committee. (1989). National career
development guidelines: Local handbook for postsecondary institutions. Washington, DC:
Author.

Parallax views of California: Population and enrollment trends. (1986). Sacramento: California
Postsecondary Education Commission.

Stanley, Patricia, Morse, Betty, and Kellet, Carol. (1992). Tech prep plus. Vocational
Education Journal. 67(4).

Strengthening career development in California. Brochure. (1990). Long Beach.

Vocational and Applied Technology Education Act of 1990: California state plan. (1991).
Sacramento.

6u




144

Using the National Career
Development Guidelines
in Training Career Counselors

Howard Splete

Introduction

Changes in our country’s economic make-up, technology, demographics, and needs
of employers and employees have made career development increasingly important,
as noted by McCormac (1991). Recognizing this need to better prepare individuals
to become productive members of our work force, the National Occupational
Information Coordinating Committee (NOICC) began work on the National Career
Development Guidelines project in 1986.

Splete and Stewart (1990) reported that the National Career Development Guidelines
could provide an effective structure to ensure the development and implementation
of comprehensive career development programs. In addition to proposing desired
sequential competencies for our citizens, elementary school age through adult, the
Guidelines also identify staff requirements and competencies needed by counselors
and other career development personnel to deliver high quality programs.

Howard Splete is Professor of Counseling in the School of Education and Human Services
at Oakland University in Rochester, Michigan.
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The National Career Development Guidelines make specific reference to seven staff
competencies important for counselors and other career development facilitators.
These competency areas focus on needed knowledge of and skills in:

Counseling

Career information

Individual and group assessment
Program management and administration
Program implementation

Consultation

Work with specific populations

N Uk W=

These staff competencies relate closely to those called for by Mitchell (1975), those
formulated by the National Career Development Association (1988), and those
identified by Engles and Dambron (1990).

This paper presents a brief overview of various types of counselor education
experiences that help counselors and counselors-in-training develop these
competencies. The major emphasis is on describing approaches to pre-service
counselor education. They include a comprehensive course for students in different
types of counselor preparation programs, infusion into existing common core
courses, infusion into specialty courses, and special summer workshops. A sample
common course in career counseling and development that could be required of all
master’s level students is described in detail. In-service education experiences are
described briefly, end the benefits of specific training in career counseling and
development are discussed.

Exhibit 1 presents a detailed list of these counselor competencies, which appear in

the National Career Development Guidelines: Local Handbook for High Schools (NOICC
1989).
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Exhibit 1
Staff Competencies

Counseling

Knowledge of developmental issues individuals address throughout the life span.

Knowledge of counseling and career development theories and techniques.

Knowledge of decision making and transition models.

Knowledge of role relationships to facilitate personal, family, and career development.

Knowledge of different cultures to interact effectively with all populations.

Skills to build productive relationships with counselees.

Skills to use appropriate individual and group counseling techniques to assist individuals
with career decisions and career development concerns.

Skills to assist individuals in identifying influencing factors in career decision making, such
as family, friends, educational opportunities, and finances.

Skills to assist individuals in changing biased attitudes that stereotype others by gender,
race, age, and culture.

Skills to assist individuals in understanding the relationship between interpersonal skills and
success in the workplace.

Skills to assist individuals in setting goals and iderntifying strategies for reaching goals.

Skills to assist individuals in continually reassessing their goals, values, interests, and career
decisions.

Skills to assist individuals in preparing for multiple roles throughout their lives.

Information

Knowledge of changes taking place in the economy, society, and job market.

Knowledge of education, training, employment trends, labor market, and career resources.

Knowledge of basic concepts related to career counseling such as career development, career
progression, and career patterns.

Knowledge of the changing gender roles and how these impact on work, family, and leisure.

Knowledge of employment information and career planning materials.

Knowledge of employment-related requirements such as labor laws, licensing, credentialing,
and certification.

Knowledge of state and local referral services or agencies for job, financial, social, and
personal service.

Knowledge of federal and state legislation that may influence career development programs.

Skills to use career development resources and techniques designed for specific groups.

Skills to use computer-based career information systems.

Individual and Group Assessment

Knowledge of assessment techniques and measures of skills, abilities, aptitudes, interests,
values, and personalities.

Skills to identify assessment resources appropriate for specific situations and populations.

' National Occupational Information Coordinating Committee. (1989). National Career
Development Guidelines: Local Handbook for High Schools. Washington, DC: Author.
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Exhibit 1 (continued)

Skills to evaluate assessment resources and techniques related so that their validity,
reliability, and relationships to race, gender, age, and ethnicity can be determined.
Skills to administer, interpret, and personalize assessment data in relation to the career

development needs of the individual.

Management and Administration

Knowledge of program designs that can be used in organizing career development
programs.

Knowledge of needs assessment techniques and practices.

Knowledge of management concepts, leadership styles, and techniques to implement change.

Skills to assess the effectiveness of career development programs.

Skills to identify staff competencies for effective career development programs.

Skills to prepare proposals, budgets, and timelines for career development programs.

Skills to identify, develop, and use record keeping methods.

Skills to design, conduct, analyze, and report the assessment of individual and program
outcomes.

Implementation '

Knowledge of program adoption and planned change strategies.

Knowledge of barriers affecting the implementation of career development programs.

Skills to implement individual and group programs in a variety of areas such as assessment,
decision making, job seeking, career information and career counseling.

Skills to implement public relations efforts which promote career development activities and
services.

Skills to establish linkages with community-based organizations.

Consultation

Knowledge of consulting strategies and consulting models.

Skills to assist stacf in understanding how to incorporate career development concepts into
their offerings to program participants.

Skills to consult with influential parties such as employers, community groups and the
general public.

Skills to convey program gals and achievements to legislators, professional groups, and
other key leaders.

Specific Populations
Knowledge of differing cultural values and their relationship to work values.

Knowledge of unique career planning needs of minorities, women, the handicapped, and
older persons.

Knowledge of alternative approaches to career planning needs for individuals with specific
needs.

Skills to identify community resources and establish linkages to assist adults with specific
needs.

Skills to find appropriate methods or resources to communicate with limited English
proficient individuals.
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Pre-Service Counselor Training

Counselor educators prepare counselors to aid students and clients in their career
development. This is done through both pre-service and in-service programs. Both
approaches will be discussed. However, the major impact on counselors of all
types —school, agency, mental health — occurs in the master’s level counselor
education programs. The following comments pertain to master’s level programs.

As counselor educators review the use of the National Career Development
Guidelines in their programs, they need to refer to the 1988 Council for
Accreditation of Counseling and Related Educational Programs (CACREP) standards
document. In this document, Lifestyle and Career Development is identified as one

of eight common-core areas required of all students in a master’s level counseling
program.

Lifestyle and Career Development is described as studies that provide an
understanding of career development theories; occupational and educational
information sources and systems; career and leisure counseling, guidance, and
education; lifestyle and career decision making; and career development program
planning, resources, and evaluation.
Studies in this area would include, but not be limited to, the following:

Major career and lifestyle development theories.

Career, avocational, and educational information systems including local and

national sources, print media, computer-assisted career guidance, and

computer-based career information.

Major career and lifestyle counseling, guidance and education theories, and
implementation models.

Life-span career development and career counseling program planning.

Changing roles of women and men as related to career development and
career counseling.

Interrelationships among work, family, and leisure.

Career development and lifestyle needs and career counseling resources and
techniques applicable to special populations.

Career and educational placement, follow-up, and evaluation.
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Career and educational decision making theory.
Assessment instruments relevant to career planning and decision making,.

Definite relationships exist between these studies and the National Career
Development Guidelines. Figure 1 presents one example of these relationships.

Figure 1

Relationship of Standards of
Council for Accreditation of Counseling and
Related Educational Programs and
National Career Development Guidelines

CACREP National Career Development Guidelines
Career and educational decision making Knowledge of decision making and

theory transition models

Assessment instruments relevant to career Knowledge of and skills in using career
planning and decision making development assessments

Curricular Models

The National Career Development Guidelines counselor competencies can be taught
in a variety of ways. They can be presented in one common comprehensive course,
for example, or infused in all courses. They can be incorporated in appropriate
specialty courses or in summer workshops. The following four models can be used
by themselves or in concert with the others. I will describe the first model in detail,
as I believe it could have the most impact on all master’s level students.

1. One Common Comprehensive Course

The National Career Development Guidelines can be used in one common course,
which could be required of all master's level CACREP program counselors,
regardless of their specialty. As an example, I will outline in detail a course taught
at Oakland University, Counseling 640: Career Counseling and Development.

Class Objective #1: A major objective of the class is that tRe students have
knowledge and understanding of the National Career Development Guidelines. This
is accomplished through a review of the sequential model, highlighting examples of
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competencies and indicators in each of the three major areas. The students are then
tested on this knowledge in an examination later in the course.

They are also assigned a task that provides them with experience in developing a
career guidance program based on the National Career Development Guidelines. The
following assignment requires students to use the Guidelines in designing one
portion of a comprehensive career development program.

The National Career Development Guidelines Program Activity Assignment is a
group project that includes a paper and class presentation. Each group will cover
one level or population related to the Guidelines. These groups are: elementary
school, middle/junior high school, high school, community college, 4-year university,
business/industry, agency, and private practice.

Each group will prepare a paper that includes:

1. Description of
a. need for comprehensive program
b. philosophy for program support
c. a comprehensive program

2. Need for the program for your level or population

3. Program description for each area, listing

one competency

need for this competency

one activity with related indicators of achievement
implementation process of activity

evaluation criteria

P an o

4. Suggestions for next level’s follow-up

Each group will present copies of their paper to the class and discuss its contents as
they choose. Suggested time 30-35 minutes including time for questions.

Class Objective #2: A second objective of the class is that students have a
knowledge and understanding of the seven recommended counselor competencies.
Examples of learning activities for these competencies follow:

Competency 1, counseling, calls for knowledge of counseling and career
development theories and techniques.
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Figure 2
National Career Development Guidelines
Counseling Competencies
Competency 1 Leaming Activity Evaluation
Counseling
Knowledge of career Lectures and readings on Examination
development and decision theories {Zunker (1990a),
making theories Osipow (1983), Ettinger
~ (1991), Schlossberg (1984)]
Skills to use appropriate Use of counseling skills Session notes and 12-page
counseling techniques with career client in case study paper

minimum of five sessions

This competency is addressed through lectures and readings from Zunker's Career

Counseling — Applied Concepts of Life Planning (1990a), and Osipow’s Theories of Career
Development (1983).

It also requires knowledge of decision making and transition models. This is
presented through a review of decision making and transition models from Zunker
(1990a), Module 4 of Improved Career Decision Making in a Changing World (Ettinger,
1991), and Schlossberg’s Counseling Adults in Transition (1984).

Students are then quizzed on this knowledge in an examination. Counselors are also
asked to develop specifi